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Abstract 
The purpose of this research is to look at another alternative to current mediation efforts in areas 
of conflict around the world. Mediation and conflict resolution are typically executed through a 
single method by an individual running the session. If this style does not work, or is not able to 
evaluate all aspects of the conflict and the mediation fails, then it will be harder to bring hostile 
groups to the table again. Conflict Response Teams would be an answer to this. The teams 
would be composed of individuals that are trained in different methods of mediation and have 
expertise in varied fields of study. The team approach evaluates the situation and all the possible 
underlying causes using expertise from different fields to ascertain the best practices to assist the 
conflicted parties in resolving their differences while also formulating resolutions for future 
conflicts. Even if conflicts are not fully resolved, the in-depth analysis of a team approach will 
create change that will help in future attempts to mediate between the same parties. 
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Process Analysis 
The field of mediation is very large and spans numerous areas, from the interpersonal to 
the international scale. In order to formulate a potential new method of mediation, four areas 
were researched. The first pertained to current uses of teams in mediation. This area was 
broadened because of a lack of usable examples. Research in the realm of team business 
negotiation was the best example found for this research. By understanding how teams are 
currently being used in a negotiation setting, regardless of the type of mediation, much can be 
learned about the relative effectiveness of multidisciplinary teams. 
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The second area to be researched was mediation styles. Depending on the setting, 
different styles may be used. It was important to learn the difference between each style, such as 
who uses them and how they are best utilized. By understanding modem styles, they could be 
integrated in the creation of the modem Conflict Response Team (CRT) in wider settings such as 
conflict mediation on an international stage. 
Another region of study was mediation processes. Because international negotiation has 
been practiced for many years, there is information to be examined about concrete practices. 
This led to information and terms like "ripeness of the conflict" and the gradualist approach to 
conflict resolution. 
The final area of research regarded the qualities of mediators. This pertained to their 
particular discipline as well as the skills they needed in order to perform their job. The 
information from this research provided the basis for recommendations regarding a 
multidisciplinary approach and specifics of potential qualifications for individual team members 
for a CRT. 
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Taken together, the research created a rationale for CRTs. The first order for this 
research regarded team creation and effectiveness. Then individual qualities of team members 
were addressed relating to team functioning. Once a team was created, the next step was to lay 
out the process that the team could use in any situation for best practices. 
This research will show that the CRT concept is an answer to issues pertaining to 
international negotiations and could potentially benefit the field of conflict mediation in 
meaningful ways. Future research should focus on practical application of the CRT process in 
the real world. 
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Conflict Response Teams: A New Method of Mediation 
Throughout history, humankind has been at war or engaging in some sort of violence, 
either overt (war) or covert (structural). There have been few times when any country has been 
truly at peace. If a country is not at war, is it not at peace? Peace is a broad term frequently 
defined as being both negative and positive. Negative peace is an absence of overt conflict, 
while there is still structural violence. Structural violence occurs when strife is caused by the 
societal system, such as institutionalized racism. Positive peace is the absence of war and 
structural violence. Positive peace also means that members of society are actively engaging in 
behaviors that promote understanding and well-being for all people and the environment. In the 
absence of war, structural conflicts could bring about overt conflict, such as the Rwandan 
Genocide. Conflict resolution needs to aim at creating positive peace so the likelihood of future 
conflicts is low. 
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When conflict in a nation, be it a civil war, intergroup violence, or a full war, third parties 
are often involved. Examples of this are Chad in the Sudanese Civil War and similar 
interventions in the conflicts of Southeast Asia (Lee & Abdelrahman, 20 16; Moller, DeRouen, 
Bercovitch, & Wallensteen, 2007). The main objective of third party involvement is often to 
create a peaceful resolution to current violence. Many times this comes by way of peace talks 
where parties negotiate an end to a conflict. While these negotiations can be successful for 
parties involved, one key element is often missing; the underlying causes have not been 
addressed. Therefore, sometime later, even many years later, similar conflicts could erupt again, 
even if the negotiations are initially successful. 
While maintaining the approach of third party intervention, Conflict Response Teams 
(CRT) could serve as mediators for current conflicts, as well as potential future conflicts. 
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Instead of relying on individual arbitrators to negotiate peace between involved parties, CRTs 
would utilize a multifocal team effort. Research suggests mediators be from various disciplinary 
fields (Zelizer, 20 15). Through the use of team mediation and expert knowledge, CRTs have the 
potential to bring about positive peace. 
Past and Current Mediation 
Third Party Interventions 
Historically, third parties have intervened in the conflicts of other nations in many areas 
of the world, but they normally operate with their own interests in mind. Examples of this 
include Chad assisting in the Sudanese Civil War, as well as Thailand assisting in Cambodia, and 
other Southeast Asian conflicts. Third parties can wield a large amount of power in a conflict 
situation when it comes to negotiation and peace, due in part to their bias and third party 
objectivity concerning an outcome in the situation (Lee & Abdelrahman, 2016). Normally, bias 
could make it hard to make sound a decision, however, biases can be helpful when it comes to 
leading peace talks. This is often due to the need of neighboring countries to have peaceful 
conclusions to minimize the danger of violence spilling over into their own country (Lee & 
Abdelrahman, 20 16). 
Violence erupted in Cambodia following the civil war to oust the Khmer Rouge in the 
late 1970's, which in turn created resistance groups fighting against a Vietnamese sponsored 
takeover. Thailand had a large stake in the Cambodian conflict since they share a border. 
Consequently, the Thai government decided to do what it could to end the conflict. The Thai 
negotiators urged Vietnamese forces to withdraw, all resistance groups to disarm, and sought 
internationally supervised elections to occur (Lee & Abdelrahman, 20 16). Thailand put itself in 
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a position where it could communicate with different groups and work with various international 
bodies to ensure a solution. 
In the Sudanese Civil War, Chad played a similar role. It sided with all the forces that 
would best benefit them (Lee & Abdelrahman, 20 16). Chad had its own rebels that were allied 
with forces fighting in Sudan, so it was to Chad's benefit that these rebel groups lose funding and 
support to limit their actions within their own borders (Lee & Abdelrahman, 20 16). Due to the 
potential spillover of conflict from a region, neighboring states have performed as successful 
third parties. Once a third party became involved more attention was given to a conflict on an 
international level because more players were involved. Thailand used their position to put 
pressure on Cambodia so that terms would be accepted (Lee & Abdelrahman, 2016). If Thailand 
had not gotten involved the conflict could have ended differently. 
The Sudanese Civil War and the warring resistance groups in Cambodia are not the only 
conflicts that needed a third party to intervene. As Moller, DeRouen, Bercovitch, and 
Wallensteen (2007) state: 
Such wars are intermittent with occasional cease-fires and peace 
agreements. If the groups are able to bring international attention 
to their plight because of human rights violations, ethnic cleansing, 
and/or genocide, this may strengthen their hands and possibly 
stimulate third-party engagement. (p. 378) 
Third parties can give a more complete understanding to the conflicts described. The conflict in 
Cambodia lasted eight years, while the Sudanese Civil War has been going on for nearly twenty. 
Other conflicts have been going on for similar lengths of time, and it is because of the interest of 
the self-interest of neighboring countries and third parties that those conflicts have been resolved. 
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The resolution of the conflict is not the only benefit of mediation, as the involved parties are able 
to save face on an international stage if they support the peace process (Moller et al., 2007). 
While these conflicts show that third parties from neighboring nations are able to help 
achieve peace talks within a region, not every participant group supports this approach. The 
groups that do not support third parties getting involved are the groups that observe the third 
party supporting the cause of the opposite side. This situation can create distrust in the process 
on the side of the group that feels that they have little or no support in a mediation process 
(Moller et al. , 2007). So what then? If there is a conflict raging and both sides are open to 
negotiation and the idea of a neighboring country hosting peace talks is antithetical to resolution 
on one side or the other, what can be done? This is the time for Non-Governmental 
Organizations (NGOs) to take over. NGOs are not aligned with a government, so they are often 
preferred as mediators (Moller et al., 2007). NGO's are often small, do not necessarily have a 
personal interest in a conflict, and consequently can be the preferred negotiator in many 
mediations. 
It is also important to describe what a successful mediation is. While the best case 
scenario is that a conflict is resolved and there will be no more violence, it is important to also 
realize that this scenario is not always realistic, which is not to say that it should not be 
attempted. Any advances in helping the conflict end is counted as a victory. From a study done 
by DeRouen and Moller (2013) which analyzed the different short-term effects of mediation, it 
was found that one of the main benefits was an increase in the ability of humanitarian groups to 
have access to the region. This means that even if a permanent solution was not found, there was 
an increase in humanitarian aid access to affected citizens. Mediation is often able to create 
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positive changes in a conflict situation for those involved. This can then pave the way for future 
mediation attempts that can build on previous gains. 
Current Methods 
Mediation first began taking a larger role in the world in the 1960's (Duursma, 2014). 
This has caused more research to be done and the field has grown. Just as with intervention by 
third parties, it is noted that mediations normally begin with involved parties being stuck in a 
deteriorating situation that has brought the conflict to a standstill (Duursma, 2014 ). This is in 
line with the interventions listed in the previous section. Mediations can occur typically when 
there are no other options for groups to continue fighting against one another. Parties to the 
conflict maintain their operations because they see themselves as having something at stake. 
Third party mediators may still have a bias, but that may be simply wanting peace (Duursma, 
2014). 
Mediators going into situations have one of three biases: government-bias, rebel-bias, or 
non-bias (Duursma, 2014). Non-bias means that a mediator will work towards peace as the end 
goal. Svensson's (2007) research found that non-biased mediators and mediators that were 
biased towards the government were more successful in reaching a peaceful conclusion when 
compared to groups that might have a rebel bias. While normally mediators try to bring both 
sides together peacefully in a method of trust and understanding, that is not the only method that 
is used. A more forceful approach can be utilized, as threats and rewards are used against the 
involved parties to force a resolution (Sisk, 2009). 
Once mediation is complete and an agreement made, how long will it last? The job of the 
mediator is to help monitor the agreement (Duursma, 20 14). The bulk of research conducted on 
the effects of mediation has been on short-term results (Savun, 2009). Current research shows 
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the long-term effects of mediation have not received much attention. Sisk (2009) brings 
attention to the fact that in long-term mediation, parties will typically become disinterested with 
the results as time goes on. Often, in the long term, conflicted parties will devolve to a previous 
state where they still engage in conflict. 
Mediations by third parties may have a bias that pressures conflicting parties to pursue a 
positive solution to a conflict, however this does not mean that the solution is good in the long 
run. Governmental third parties tend to only have short term goals in mind as they are pushing 
for a conflict to be resolved to benefit themselves (Carment, Samy, & El Achkar, 2009). Non-
governmental third parties are able to create a longer lasting peace in the conflicts that they 
resolve (Carment et al. , 2009). Another point, brought up by Carment et al. (2009), is that 
mediation styles are not exclusive, and in fact when used together can create better results. 
It is important to note that not all current mediations end with a full peace treaty that 
ensures the best future. Sometimes peace negotiations end with only a few gains and the conflict 
has not been resolved. This does not mean that the mediation was a failure; in fact, it just means 
that a positive conclusion has yet to be reached (Duursma, 2014). Finally, conflicts that have not 
reached a peaceful conclusion may not have been studied for the potential aftereffects (Duursma, 
2014 ). Possibilities for further peace building can still occur even iflasting peace is not achieved 
through the first peace talks. 
Modern Styles of Mediation 
Facilitative 
Facilitative mediation is based around an enabling approach. A mediator will work with 
the involved parties by asking questions, normalizing their views to one another, finding 
common ground, and then helping the parties find their options for resolution (Foster, 2003). 
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Mediators that utilize this style do not need to be experts in any particular field (Zumeta, 2000). 
Facilitative mediators do not offer solutions or direct information to clients, rather they simply 
create an environment where the parties may be able to find solutions themselves. 
Transformative 
Transformative mediation builds upon the foundation of the facilitative style. While 
facilitative was rather impersonal, transformative bridges the gap by letting the mediator have a 
larger say in the process (Foster, 2003). The mediator will still engage in the same facilitative 
behavior, helping the disputants come to a table and discuss possible outcomes and normalizing 
them to one another. There is a functional gap with facilitative mediation, which allows both 
parties to maintain the same feelings and biased views as opposing groups, which means the 
same conflict will likely occur again. Transformative mediation attempts to change the 
relationship of the opposing parties through empowerment and recognition ofthe groups 
(Zumeta, 2000). This means that more emotional discussions and understanding about values 
and concerns can be facilitated in discussions between opposing parties, allowing both sides to 
see the others as more "human" and less of an "opposite". 
Evaluative 
Evaluative mediation is born out of the movement of settling disputes in courts. This 
form of mediation was meant to solve the same issues outside of a courtroom (Etcheson, 1999). 
In this type of mediation, a mediator serves as an active individual in the solution process. They 
would use their expertise on conflict issues and contribute their informed opinions on possible 
solutions (Zumeta, 2000). This is different than other forms of mediation because the mediator 
is getting directly involved in the solution making process. While in facilitative and 
transformative mediation the role of mediator is that of someone who supports the parties in 
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reaching a solution. The evaluative style is more active compared to the other methods. An 
evaluative mediator would be an expert in conflicts dealing with business situations and other 
issues that involve money (Zumeta, 2000). 
Narrative 
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The final style to mediation is the narrative approach. In the narrative style a mediator 
works with the involved parties to tell a story of the conflict so far, and then work with the 
parties to form a new story of how characters solve their conflict (Bilikopf-Encina, 2002). This 
means that the mediator has to be able to get the involved parties to see the conflict from a 
distance, getting them to look at their conflict as though it was fictional. This way the 
participants can create a solution to a problem that mirrors theirs. Once a resolution is 
understood in the fictional conflict, the parties work together to implement the same solution in 
their own context (Foster, 2003). 
Conflict Response Teams 
Why Teams? 
Modern styles of mediation have revolved around a single delegate operating as a 
mediator, or at least a speaker. Whenever the United Nations serves as a third party it will send a 
single Special Envoy to the region. This was done in Syria with Lakhdar Brahimi working with 
various groups to help create the Geneva II Conference. Third parties have conducted successful 
interventions in neighboring conflicts also. Current literature on international mediation efforts 
are missing the information on whether or not teams are being used. In the world of business, 
team negotiations occur when two or more people share the same goals about the agreement and 
work together to achieve those goals (Thompson, Peterson, & Brodt, 1996). 
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While teams are being used in the realm of business, their use is lacking in the world of 
international mediation. This is not in reference to conflict parties, but rather to the managers of 
the peace talks, the mediators, and third parties. A study conducted by Morgan and Tindale 
(2002) showed that teams were able to outperform solo negotiators increasing the profits of both 
individuals and the joint group in business negotiations. Another study supported Morgan and 
Tindale in that business negotiations including at least one party being a team, created better 
outcomes for both parties (Thompson et al., 1996). The end goal of peace talks should be to 
create the best outcome for all conflict participants, which teams should be better able to do. 
"Teams excelled in creating mutually beneficial trade-offs between issues and identifying 
optimal outcomes on issues for which negotiators had identical preferences" (Thompson et al., 
1996). As long as the teams were able to find common ground, teams were able to create better 
outcomes that benefitted everyone. 
Besides better outcomes, teams are also able to make negotiations easier. As Brodt and 
Thompson (200 1) found, the complexity of international negotiations can surpass what a single 
individual may be able to handle. A team would be able to lessen the burden and spread the 
difficulty amongst the team members. Instead of one individual experiencing burn-out during 
the mediation process and potentially becoming disinterested, as suggested by Sisk (2009), a 
team is better able to keep engaged during the process to ensure a lasting outcome. Teams would 
not just be easing the burden; they would also compensate for the weaknesses of other team 
members. This could help create new and varied ideas on how to advance negotiations (Brodt & 
Thompson, 2001 ). 
A study completed by Naquin and Kurtzberg (2009) regarding trustworthiness is 
important in understanding how teams could be beneficial. While in the negotiation process 
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involved actors are estimated for their trustworthiness by the opposite side. In a negotiation with 
solo actors representing the sides, the apparent trustworthiness is determined by the single actor. 
It is the same in teams, the entire group is often judged by the member that appears to be the 
least trustworthy (Naquin & Kurtzberg, 2009). In both solo and team negotiations the involved 
parties can be judged by a single individual. Naquin and Kurtzberg (2009) also found that the 
more trustworthy a team was perceived, the more positive the outcome would be. This raises the 
bar on the team as all members would need to be exemplary to ensure that the team is as 
trustworthy as possible. 
The perceived trustworthiness ofthe mediation team is not the only factor related to trust, 
as the team members must also have high trust in one another. A study by Thompson et al. 
(1996) found that when teams were composed of individuals that had high trust in one another 
they were able to have higher cohesion and reach better outcomes than other teams. The 
utilization of a mediation team that had high cohesiveness and high perceived trust would be able 
to operate in negotiations to create more mutually beneficial outcomes for involved parties. 
The main choice of using teams comes with the need to learn about different cultures and 
how they act. The study executed by Gelfand et al. (20 13) looked at the interaction of solo and 
team negotiations across cultures. American and Taiwanese negotiation methods were examined 
in this study. It reported that Non-Western teams performed worse than solo negotiators 
(Gelfand et al., 2013). This can be attributed to the cultural difference between the United States 
and Taiwan (individualistic versus collectivistic). The cultures of negotiators determine how 
willing they are to work with other negotiators, even if it is for the same goal. The main point of 
the Gelfand et al. (2013) study is that culture is important to negotiations. CRTs would adapt the 
team size and style of mediation to reflect the cultures of groups that are involved. 
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Education 
Fields of expertise. There are certain fields of expertise that come to mind when 
viewing international mediation. Political science is typically used for understanding the 
relations of nations in conflict. Law is used when crimes have been committed against various 
people. Cultural anthropologists deal with ethnic conflict. Many fields look at different aspects 
of conflicts. Zelizer (20 15) asks the question: "Is it better to explore conflict from within a 
particular discipline, such as social psychology, or draw on multiple ones?'' (p. 591). The 
question is important as there are many types of conflict. Even with varying types of disputes, 
conflict does not start from a single point, there are numerous areas that can give birth to it, such 
as natural disasters or oppression. Is one person capable of being an expert in multiple fields as 
well as utilizing the information to help resolve a conflict? As the research on team negotiations 
has already shown, the single amount of work performed by an individual is already burdensome 
(Brodt & Thompson, 2001 ). In addition to the cognitive energy spent on running a mediation, a 
solo mediator that utilizes multiple fields could become-tired too quickly. 
If only one discipline is being used in mediation, then entire problem areas of a conflict 
can be overlooked. Most conflict resolution processes come from research in the field of social 
psychology (Zelizer, 20 15). Social psychology has brought advances to the performance of 
mediation, but only focusing on social causes of conflict leavings many other seeds of conflict 
ready to sprout. While there may be an absence of war in a society because of peace talks, other 
issues in the region will eventually generate more violence. The root causes of the conflict 
cannot always be solved through discussion, specifically with using social psychology, as the 
cause of one conflict could be related to identity issues that will not change after a mediation 
from discussion (Zelizer, 2015). The conflicts involving the Hutu and Tutsi of Rwanda have a 
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cause that can be traced back to ethnic identity more than a conflict between social groups. For 
hundreds of years the Tutsi led the kingdom and gave preferential treatment to their ethnic group, 
forcing the Hutu into the peasant class of farmers (Powers, 2002). This eventually developed 
into the conflict that unfolded during the 1960's and into the Rwandan Genocide. In order to 
resolve disputes with identity issues serving as a leading cause, other approaches must be used. 
A mediator with a background in social psychology will look at how the groups interact 
and why the conflict began. Once that is understood, the mediator would help the sides find a 
shared interest and help the groups change how they interact in order to create a peaceful 
resolution. This can also exacerbate issues, as there is no single root cause of a conflict, but 
normally there are a multiplicity of causes stemming from political, social, and economic areas 
(Zelizer, 20 15). If one mediator from a social psychology background were to lead a mediation 
process, they might be able to effectively help the involved parties with social causes, but they 
would not have the expertise to assist with solutions to other causes. The same applies for any 
mediator with a field of expertise. Each expert would focus on their field to find potential causes 
of conflict, and share that information in the mediation process. This way, the peace talks can 
help solve the causes of conflict and hopefully ensure a longer lasting peace. 
Third parties have settled conflicts in the past, but they have not created a lasting peace, 
at best perhaps some form of negative peace. After peace talks there would still be conflict in 
the region, though at a lesser level than when mediation was needed. A single mediator in a 
violent situation may not bet adequate to the task of creating a lasting solution for all the causes 
of the conflict with multiple participants. One solution to this is utilizing research from a team 
based approach. CRTs could be made up of three to six individuals from varying fields of 
expertise. Social psychology/counseling psychology, law, economics, anthropology, history, and 
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political science are all areas that are well suited for regional analysis and collaboration to 
resolve a conflict. Mediators do not decide how involved parties will solve their conflict, but 
instead use research based information to guide conflicted parties towards mutually beneficial 
paths. 
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Mediator qualities. The members of the CRTs would need to be trained mediators as a 
requirement. As listed above, there are several different styles of mediation, and studies have 
found that regardless of the style used, mediation has been able to create a better outcome than 
no mediation (Bowling & Hoffman, 2000). In order to adapt to the changing circumstances in 
peace talks, team members would need to be trained in the different styles of mediation. This 
diversification of skills would allow the team to use different styles depending on the needs of 
the involved parties. This could also assist mediators in defining their roles in the peace process. 
Studies have been organized to learn more about the ideal qualities of a mediator. 
Bowling and Hoffman (2000) describe a combination of traits in psychological, intellectual, and 
spiritual areas that are needed in a mediator. Higher qualities in the three areas help mediators 
perform better in their roles. Successful mediators are believed to be able to transcend the 
conflict at hand and look at it from an outside perspective, yet still keeping themselves embedded 
in it (Bowling & Hoffman, 2000). This ability to objectify the process, yet still being able to be a 
part of it seems contradictory, but is necessary for a mediator to be successful. 
Bowling and Hoffman (2000) have suggested that the easiest way to fulfill the qualities 
of a mediator is to identify as one. By using such statements as "I am a mediator" against "I am 
going to mediate", a mediator is able to be perceived differently by embodying ideal qualities. 
Mediators must take on that identity so they can use presence as an advantage in creating 
outcomes. An individual that wants to become a mediator must ask themselves questions, such 
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as "why do I want to mediate?" (Bowling & Hoffman, 2000). Additionally, in order to perform 
as a mediator other foundational skills, need to be learned. These skills include reframing, active 
listening, prioritizing issues, empathy, observation of barriers, and the ability to generate options 
for involved parties (Bowling & Hoffman, 2000). Most of these skills also align with the main 
skills used by those in the field of counseling psychology, one of the fields of expertise that is 
suggested for use in the CRT. 
One of the more important skills is reframing. By reframing a conflict and giving 
alternative points of views, the involved parties could learn more about the people that sit across 
the table from them, and as Milburn (1998) suggests, it is the forming of bonds between the 
involved parties that will generate more positive outcomes. In order to get to positive positions, 
there needs to be agreement on both sides. If only one side commits to an agreement, then the 
peace will not be lasting. Bonding of people in mediation groups can change eventual outcomes 
as new relationships are formed between the members of involved parties, and these 
relationships will carry over to future discussions. 
The presence of the individual members of a team are influential on the outcome of a 
negotiation. This is why the act of being a mediator is better than, as Bowling and Hoffman 
(2000) described it, following the prescribed actions of a style of mediation. An individual that 
is mediating a conflict needs to embody the physical presence of a mediator. They need to be 
trustworthy, neutral, and bring an aura that can set the tone for peace talks. Perceiving the 
presence and intention of the other individuals at the table is a skill a mediator needs. Reading 
non-verbal behaviors accurately would be a subtle method of changing tactics in order to 
counteract negative behaviors of other participants. 
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There is more to being a mediator than identifying as one and fulfilling qualities. One of 
the most important qualities, especially when dealing with international negotiation, is the need 
to pay attention to culture. Mediators need to understand culture and the effect that it has on 
individuals as they work towards a goal. Salem (1993) brings attention to the goals of involved 
parties being different, especially when Western ideologies are being used to pursue peace. 
Peace may be different depending on where a person is. Salem (1993) stated that while the 
Western world considers physical suffering and violence to be the worst that could happen, there 
are other issues that can cause suffering and in turn start conflicts. A mediator must be able to 
work with all conflicted parties in order to facilitate a mutually beneficial agreement. 
Techniques 
Dynamics. The dynamics of a team determine how they act with one another and the 
members of the peace talks. Before a team can worry about how they are perceived by others 
they would need to form intergroup dynamics. One of the issues Thompson et al. (1996) 
discussed in their research was, that in some instances, teams were not able to coordinate well. 
In order to offset the lack of coordination the teams need formal roles for the members to use 
during the process. While all the members of the team will be equals they will be tasked with 
performing their specific role. By creating clear separation of tasks, the team members can focus 
on their job without becoming burdened by the work of other team members. 
The research by Thompson et al. ( 1996) brought to light the need for trust; teams of 
friends had especially higher trust and cohesion than teams that were not made up of friends. 
The level of cohesion and intergroup trust would be higher if the team has close interpersonal 
bonds. The team members must hold each other accountable in order to maintain a positive 
presence (Naquin & Kurtzberg, 2009). If one member makes a mistake, or is about to, it is better 
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to fix the mistake than it is to ignore it. Taking responsibility for actions is a good method of 
building trust. This gives the team the obligation to look out for one another to ensure that 
mistakes are minimized. 
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CRTs would be made up of individuals with varying fields of expertise, so an important 
part of the dynamics will be information sharing. Following the need to cover the different 
aspects of a conflict, the team members would need to communicate with one another about their 
findings. The reason for information sharing is that when there is no communication between 
team members the results could be worse (Naquin & Kurtzberg, 2009). Research is the largest 
reason why experts are needed, and their findings would be more reliable than reading the results 
of simple online search. Utilizing all the research done by the team would allow members to 
determine ideal paths to resolution. This follows the recommendation of Lackner (2005) that the 
main goal of group work being information gathering and decision making. 
While working in conflict resolution a team must remain objective and neutral, no matter 
what occurs during the process. They must also not lose their focus on obtaining a peaceful 
solution. This was discussed in the qualities of a mediator, but it is nonetheless very important to 
keep in mind for the team's functioning. Each individual must have a focus of successfully 
resolving the conflict(s). For these third parties to maintain the trust of involved parties, they 
need to make sure that their bias does not support a given side (Lackner, 2005). If involved 
parties notice that the mediators are supporting one side more than the other, then all trust that 
has been built can disappear. This will damage the current mediation and have negative effects 
on future attempts. 
On a similar note, Salacuse (1995) stated that, at the very least, the main objective in a 
negotiation should be to do no harm. The primary goal of the mediators, aside from getting a 
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resolution, is to make sure that the conflict does not escalate due to the talks. In order to ensure 
that the group does no harm, they need to take time to guide conflict participants along the 
journey (Lackner, 2005). While the team might be working in a marathon process, they need to 
work slowly in order ensure that the involved parties do not react poorly to the process and end 
up backing out. 
Roles. Clearly defined roles will assist directing team members onto tasks they can 
focus on. While being from multiple fields of expertise, the members would have three main 
roles in the mediation process proper. These roles are Speakers, Observers, and Researchers. 
The three roles will be fluid for the team members as they should be able switch between them to 
make best use of their strengths depending on the situations that arise during the process. 
Adaptability is key to keeping the team's ability to meet all the needs of the involved parties. In 
order to maximize the efficiency of their roles, they should be based at least partially on their 
fields of expertise (Kopelman, Hardin, Myers, & Tost, 20 16). 
The first role, the Speaker(s), would be the voice(s) of the group. The speaker would be 
seated in the middle of the team as well as typically be the last member of the team to enter the 
room (the order of entering a room would change depending on the culture of the involved 
parties). The Speaker would be the perceived "leader" of the team. They would be the main 
voice of the third party that helps keep the involved parties on track and attempts to keep order in 
the room. The team members that normally fulfill this role can be any of the six members, but 
should be limited to one or two. This will allow the other parties to have one or two individuals 
to whom they can direct their questions or concerns towards. 
The second role, Observer(s), would participate in the mediation, but for all aspects of 
appearance, they would be "answering" to the Speaker(s). The Observers would be actively 
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working in the Researcher role as well during the direct peace talks. The key job of the 
Observers is quite simple, they are to watch the room and the individuals in it. While using their 
research on the conflict and the region of the involved parties, they would be formulating best 
practices to address resolution of the conflict. These methods would be passed on to the 
Speakers to be implemented. The observation of the individuals in the room is important 
because, just as the mediators must be watchful of their own presence, they must be tuned-in to 
the conflicted parties ' reactions. The Observers would read the non-verbal behaviors of 
representatives and adapt the mediation to a style that would guide the parties towards a 
resolution. This would remove the need for the Speaker(s) to be actively processing that 
information as well. 
The third role, Researcher(s), is mainly used in the Pre-Negotiation Phase, as that is the 
time when all the members use the expertise of their varying fields to learn as much as they can 
about the region, the conflict, and the representatives of the conflicted parties. Once research has 
been gathered, they meet together and share the information to better prepare for the mediation. 
While in the process of mediation, they would be the individuals working with outside resources 
in analyzing current events. 
All three roles are needed in order for the team to be successful. It is also important that 
all the members be treated as equals by each other, because then they can switch between roles 
more easily. Adaptability is a trait that is needed by the members so that they can overcome 
situations as they occur. 
Preparations. This is the first phase, and by far the most important phase, of the 
mediation process. In the world of international negotiation there is a phrase called "ripeness of 
the conflict". This phrase refers to when any negotiations may occur. A conflict must be ripe 
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enough for an opportunity for peace talks. If a conflict has not reached a point where discussion 
is necessary, or as long as there is hope in a military solution, no peace talks should be held 
(Luttwak, 1999). In short as long as one side is disadvantaged, there is no perceived need for a 
war to stop (Rubin, Pruitt, & Kim, 1994). Once there is no advantage to be had, then there is an 
opportunity for peace talks to begin. 
As an example, after the Six-Days War, Israel was able to takeover new lands. 
Specifically, they had taken the Sinai Peninsula away from Egypt. Israel had proved to the Arab 
nations that it could hold its own against them, and that it was not an easy target to be bullied 
into submission. Egypt, now in a position of having been defeated, did not have any bargaining 
chips that they could use in order to reclaim the Sinai Peninsula. Six years later the Yom Kippur 
War started and Egypt was able to militarily reclaim the Sinai Peninsula. Since Egypt had 
invaded Israel, a full scale war was possible. However, the President of Egypt, Anwar Sadat, 
chose a different route. He used the reclaiming of the Sinai to get himself in a position where he 
could bargain with Israel. When Egypt and Israel had their peace talks, it was decided that Egypt 
would get their territory back permanently, though they must not station troops in the region. 
This agreement has held to the current day. 
The main point here is that Egypt would never have gotten their territory back had they 
not made a move to get a bargaining chip. During the Yom Kippur War, it was not their 
objective to destroy Israel, rather it was to get the necessary resources to act as equals with an 
opposing nation. When they were able to work as equals, they were able to create an end to the 
conflict. Once the Sinai Peninsula was reclaimed by Egypt, the conflict had reached a ripeness 
that allowed for peace talks to occur. 
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Once the ripeness of a conflict has been determined an alternative solution, the CRTs can 
be called upon. This begins the major research phase. The team members would become 
immersed in the region of conflict in order to better understand all parts of the conflict. One of 
the first questions that should be answered in this research is what peace means for the region 
(Salem, 1993). As different cultures have different definitions of peace, it is important for the 
mediators to understand what the peaceful outcome should look like, especially the perceptions 
of the local population. Salem (1993) warns of the danger of bringing Western ideologies of 
peace into parts of the world that do not share the same values. As mentioned earlier, while 
Western ideologies view physical suffering as the ultimate form of violence, that may not be the 
same in other parts of the world, and forcing an outcome acceptable to the Western world may 
not create a positive solution for the community where the conflict is occurring. 
Understanding culture is very important. Not just with what peace means, but also how 
the people might share their thoughts and feelings with one another (Salem, 1993). 
Transformative and narrative mediation hope to have the involved parties discuss either their 
own thoughts and feelings or the hypothetical ones belonging to the characters in a story. Not all 
cultures are equally willing to share their thoughts and feelings, and, in some cases. it is not 
done. The research needs to be conducted on the region to understand how the individuals 
express their feelings about the issues so those feelings can be addressed during the mediation. 
Not only does culture explain how people might act, it offers insight into the interactions 
of individuals. While discussing the ripeness of the conflict, it is important to understand the 
dynamics of the involved parties. An analysis of the differing amounts of power that each 
culture possesses is necessary (Kopelman eta!., 20 16). The way a powerful culture is perceived 
by a smaller culture is important because that changes the methods the sides will use in order to 
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obtain their goals. On the same note, it is important to note the bargaining power of each side 
(Milburn, 1998). Looking once more at the example of Egypt and Israel, it was not until Egypt 
reacted militarily that they were able to get power at a table so that they could pursue 
negotiation. 
In many nations where there is conflict, and has been conflict for many years, there 
comes a beliefthat the conflict is unresolvable. An example of this is the Israeli-Palestinian 
conflict that has been raging for decades. Some people believe that there is no solution to the 
conflict, or if they do, it is one sided. Salem (1993) presents the importance of finding out the 
exact reasons as to why a conflict has been determined to be unresolvable. Once reasons are 
known, then countermeasures can be created in order to promote the idea that there is a peaceful 
solution to the conflict. This means that working with the citizens of a region is instrumental in 
changing views. Breslin and Rubin ( 1991) bring up the need to involve the population in 
pushing leaders towards taking talks seriously and finding a peaceful solution instead of 
continuing a war. 
The motives of the involved parties must also be researched. Once the motives are 
understood, that creates an ability to work with the end goals of the involved parties (Milburn, 
1998). The end goals of all involved parties needs to be known by the mediators. The whole 
need for mediation is getting the involved parties to help one another get as close to their goal as 
possible. The mediators would then need to develop their own ideas as to what the fairest 
solution to the conflict would be (Breslin & Rubin, 1991 ). This would then be the route that is 
pursued during the mediation. 
After the conflict is ripe enough for negotiation, and to the point before parties have 
decided to negotiate, there is work that needs to be done. If the involved parties say that they 
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want to negotiate, they need to wholeheartedly agree with the commitment (Breslin & Rubin, 
1991). If one party is not truly committed to creating a positive outcome through negotiation, 
then the talks are doomed to fail. Breslin and Rubin (1991) stated that negotiators must find 
reasons for the parties to come together to discuss the conflict. This can help the parties find a 
way to commit to the process. 
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Once the research on the region has been completed and the conflict is mostly 
understood, the mediators should identify the key causes. A selection of these key causes must 
be selected for discussion during the negotiations (Breslin & Rubin, 1991 ). As the solvable 
causes are identified, the mediators can set an order to the issues that would be discussed during 
the process so that the sides can work together to come up with their solutions. Once the 
research phase is completed, it is time to move into the formal phases of the negotiation process. 
Negotiation process. The first step ofthe process has been outlined in the previous 
section as the Pre-Negotiation Phase. Once it is known that mediation will be taking place, the 
Planning Phase occurs, and that is followed by the Mediation and the Outcome phases. 
The Planning Phase takes place after information has been gathered. Once the roots of 
the conflict have been identified and the topics that are resolvable through negotiation are 
selected, then the Planning can begin. As stated earlier, it is important for the teams to 
understand what their role is in the conflict. If the mediators do not understand their role then 
they will not be able to help the situation (Salacuse, 1995). The mediators must understand what 
the involved parties need in a mediator, so that they can become that. The team would also need 
to decide what an ideal resolution would look like (Salacuse, 1995). This is so that they can 
understand more about when to end mediation. The conclusion of conflict is arbitrary, as 
varying details of each conflict prevent a standard conclusion from occurring. 
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Research on how to prepare for mediation has been studied by Coleman et al. (20 15). The 
results give four questions that must be answered by the mediator before they can start the 
·, 
negotiations. The first question is to examine how intense and destructive the conflict is 
(2015). By answering this question, the mediators would have an idea about the nature ofthe 
central conflict and an understanding of what could happen should a positive outcome not occur. 
The second question is to find out if the involved parties share a background or common interest, 
or are their interests competing (Coleman et al., 20 15). It is important to understand why the 
involved parties are at odds. During the peace talks hosted in Norway in 1996 for the 
Guatemalan Government and the Unidad Revolucionaria Nacional Guatamalteca (URNG), both 
sides had a breakthrough during the toasts for an evening's dinner. They realized that they had 
the same perceived needs in their goals for the country. So, with the newfound understanding 
they drafted the cease-fire agreement that would later lead to a peace treaty. The cause of a 
conflict can be as simple as the opposing sides using different methods to reach the same goal. 
The third questions posed by Coleman et al. (2015) is to find out how constrained or 
flexible the conflict is. By learning how flexible the situation is (or is not), the mediators can 
lead the talks down a path to help both sides reach a successful resolution. The less flexible a 
situation is, the more work that would need to be done in order to help the sides come to an 
agreement. The fourth question wanted mediators to answer how implicit or explicit the issues 
are that need to be mediated. Mediators must understand whether the issues are visible, and how 
they interact with one another. More implicit issues require more work to get the parties to 
connect with one another. The complex conflicts must be broken down into manageable issues 
that can be gradually negotiated. 
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The final part that needs to be planned is the venue of the peace talks. Where the talks 
are held can have tremendous impact on the outcome. Take for example the peace talks held in 
the United States. In both the Bosnian conflict and for many of the Israeli conflicts, the United 
States hosted them. Another more recent example is the 2014 Geneva II Conference for peace 
talks that was held between the Syrian government and the rebel leaders. When the venue of the 
peace talks is decided it should be agreed upon by the involved parties. 
The next step is the Mediation Phase. In this phase, the peace talks have gotten 
underway, and the CRT must pave the way to a successful resolution. The phase would start 
with the introduction of those who are representing the involved parties so that in a very brief 
manner the individuals can start getting to know one another. A part of the introduction is a 
discussion of the relevant sources of the conflict and how they will be discussed. Peace talks 
would follow a gradualist approach. This approach is defined by starting with the smaller, more 
manageable conflicts, and moving up to the larger ones (Weiss, 2003; DeRouen & Moller, 
20 13). By utilizing this approach, it is more likely that there will be at least a single solution to 
one type of conflict that is going on, so long as both sides are able to come to an agreement. 
One issue, brought up by Weiss (2003), is in the gradualist approach. There is risk of 
spoilers (those that do not want to actively find a solution) derailing the talks and making sure 
that nothing happens. In order to counter this issue, the peace talks will take place in a marathon 
fashion. The involved parties will be stuck with one another at all times of the day. The meals 
and talks would all be done with the entire group so that eventually barriers will begin to 
crumble and some progress can be made. 
During this process, if it has been identified that no headway can be made, then the 
parties will receive their final task. They would plan for future talks so that they can stay 
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motivated to follow through with the resolutions that were planned. This is an important step 
that needs to be done as it can prevent a permanent stalemate from occurring between parties 
(Weiss, 2003). While planning out the future for potential peace talks, it is important to keep the 
parties reminded to communicate about their long-term goals (DeRouen & Moller, 2013). By 
making these goals apparent, the involved parties can look to the future to evaluate how to 
change parts of their goals, and ensure that they both are able to get a positive outcome. 
Media. In the modern age, it would be foolish to not include a strong media presence in 
the use of a mediation team. All sorts of information are shared minutes after it happens through 
social media. It is hard to keep important news hidden for any amount of time. This can be used 
to the advantage of the mediators. As discussed earlier, it is important to find out whether a 
conflict is perceived as being intractable. Intractable conflicts are ones th~t are seen as having no 
solution, and would continue to go on until one side is completely defeated (or eliminated). 
Intractable conflicts normally come about because there is no hope for a positive solution 
(Leshem, Klar, & Flores, 20 16). The media can be instrumental in turning an intractable conflict 
into one that can be solved. 
The study by Leshem et al. (20 16) found that if a member of the out-group (opposite 
side) were to openly promote peace in the conflict, then the in-group (same side) would have an 
increase in their own hope that the conflict can be ended peacefully. This is where the power of 
the media comes in. Leshem et al.'s (2016) study looked at two mediums of having an out-group 
member express wishes for peace, one being the newspaper, and another being a video. The 
video was far more influential in instilling hope to the in-group members than the newspaper. 
By using similar methods like this in the region of conflict, the population could regain hope of a 
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resolution. Having pressure from the population could create an environment where the 
negotiating parties could begin to work together to end a conflict. 
The CRT could make contact with prominent figures in the region of the conflict that 
wish to promote peace. By approaching the subject without verbal pessimism, the population 
can be led to believe that peace can happen. When the population believes that peace can be 
achieved they would help put pressure on their leaders to change their approach. 
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The media can also be used by the involved parties to promote peace. While the 
mediators can instill hope for peace, the leaders of the involved parties are the ones that can truly 
unite the people to a cause. Using the peace process in Northern Ireland as an example, Rosier 
(20 16) looks at how Gerry Adams and David Trimble interacted with their populations in order 
to move towards peace. Three roles for leaders are identified. First, the leaders must act towards 
the needs and security of their citizens (Rosier, 20 16). This means that involved parties would 
be representing the best interest of the citizens that support them. It also means that the 
representatives are trusted, which leads to the utilization of the second role. The second role is to 
adapt the beliefs and emotions of the citizens to the changing world (Rosier, 2016). While the 
representatives do have an obligation to support the interests of their citizens, they must also 
realize that they must be willing to change with the rest of the world in order to achieve peace. 
So, leaders must also communicate with the populations and get them to believe in peace, even if 
it means they must change. The third role discussed is leaders mobilizing and coping with the 
polarizing of their population (Rosier, 20 16). Some citizens may not want the peace process, and 
so the leaders of the involved parties must step forward to ensure that the population is willing to 
go along with the process, even if it means ignoring their own wishes. Anwar Sadat of Egypt did 
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this when he participated in the peace process with Israel, effectively becoming the first Arab 
country to acknowledge Israel, which ostracized the nation for a decade. 
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In order to get populations behind peace, especially in the Northern Ireland conflict, 
Trimble spoke to the people encouraging them to be strong in their commitment to peace, 
making it a uniting factor for the entire group (Rosier, 2016). During this conflict it was the 
leaders that helped direct the population towards peace. In the conflicts that the CRTs will be 
dealing with, it is important that the leadership be willing to work with their own populations in 
order to promote peace. 
Short-term and long-term effects. Outcomes of the negotiation process vary from 
being completely successful (signed peace treat) to unsuccessful (negotiations fall apart mid-
process). Whichever outcome occurs, the short and long-term effects will impact the future of 
the region. By utilizing the gradualist approach, there would be at least one resolution having 
been made by the involved parties on some of the simpler issues that were discussed. Regardless 
of the number of solutions that come out of the peace talks, there is a high likelihood of the 
effects only being short-term. Eventually the parties might pursue other goals and then no longer 
hold up their end of previous negotiations (Savun, 2009). This is why it is important to help the 
parties involved understand that in order to maintain the peace, they must enforce the agreement. 
It has been nearly forty-five years since the Egypt-Israeli Agreement, and Egypt has not 
militarized the Sinai, even with a regime change. It takes this sort of commitment to ensure 
peace. 
There are five main areas of outcomes as described by Underdal (1991 ). The first type of 
outcome is an agreement. In this outcome, the parties have either come up with some form of 
solution, or they have at least decided to continue holding talks in order to discuss the future 
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(Underdal, 1991). The second ofthese outcomes is efficiency. Efficiency in this case means 
that the outcome works to the benefit of either involved party as it helps them further their goals 
(Underdal, 1991 ). The efficiency also means that the outcome is integrative towards the needs of 
both parties. The third outcome is stability. Once an agreement is made, it needs to be stable, 
which means both sides abide by it, normally through threat of sanctions from outside parties to 
keep them following it (Underdal, 1991 ). Distribution is the fourth outcome. At the end of a 
negotiation there must some measurement of benefits that each side has achieved (Underdal, 
1991 ). By looking at the distribution of benefits, the participants could evaluate their benefit and 
relative status in relation to the process. The fifth and final aspect of outcomes that needs to be 
understood is the distance from opening positions. The parties need to see how far they have 
come from where they first started in the peace talks (Underdal, 1991 ). This is how the parties 
can tell if they have managed enact any sort of change by the end of the talks. 
No matter the outcome, there will most likely be some success. By taking the 
opportunity to sit down and discussing conflict resolution, they have created some progress. As 
Duursma (2014) found, just because mediation ended does not mean it was a failure, as long as 
the parties were able to make contact then it can be considered a success. At the very least, 
CRTs can create outcomes where the participants are a step closer towards peace. 
Conclusion and Future Research 
The field of mediation has been lacking in the utilization of teams, relying more on 
individuals. CRTs are an answer to this, with a multidisciplinary team getting immersed in a 
region to assist with conflict resolution. Previous research done on teams in business negotiation 
settings supports the thesis that teams get better outcomes that are mutually beneficial for all 
individuals (Thompson et al. , 1996; Brodt & Thompson, 2001; Gelfand et al. , 2013). With 
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different fields of expertise and the ability to adapt to new situations, these teams should be able 
to perform mediation and achieve superior outcomes to individual mediation. 
There is a lack of research on the team concept in the field of mediation. There are 
multiple directions that further research can take. The first direction should concern itself with 
potential success rates of teams in mediation. While the information from the business world of 
negotiation is supportive of the CRT concept, the atmosphere of negotiations is different when 
compared to mediation, especially since the team in the case of conflict mediation is not one of 
the involved parties. Researching whether teams are effective in mediation would be a large step 
forward in this area of research. 
The next direction would be to specifically examine current professional mediators and 
their fields of study. This information could then be used as a comparison with aspiring 
mediators and recommendations to broaden the field. As Zelizer's (2015) research showed, it is 
needed for more variety in the disciplines of mediators. Knowing what the current fields of 
expertise are for mediators will help future mediators fill in the areas that are lacking. 
The focus of much research in regard to outcomes has only focused on the short -term 
effects of mediation. More research needs to be done looking at the long-term stability of a 
region after a mediation has been done. If only the short-term effects are being examined, then 
that limits conclusions about the effectiveness of mediation. Longitudinal studies can examine 
the mediation process and make recommendations for positive solutions. 
There is also little research examining the main processes of mediation. Numerous 
studies have different theories, but many of them are antiquated and should be updated. If not 
modernized, then the processes need to be verified as still effective. As people and conflicts 
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change, so must methods. Studies must be done to ensure the effectiveness of mediation 
methods. 
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The Conflict Response Teams can be an answer to the needs of the field and negotiations 
of all sorts. A team based approach with members from various fields can have positive effects 
in negotiations, but even though they look good on paper, they have had little use in real world 
situations to date. This creates a next step for research. Trial groups can be formed based 
around a CRT concept and then studied through their participation in actual mediations. Studies 
would need to be long-term to analyze all outcomes for a group concept in mediation. Actual 
field use and a close analysis will yield data that can be used to improve this process. Local 
community mediation groups do exist and could offer research opportunities. Serious attention 
and funding are required to take this significant step toward an improved negotiation 
process. Such an investment is the price of sincere and long-term peace; positive peace is a 
bargain whatever the price. 
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